The aim of the article is to make public the results of theoretical and empirical research, the model "System of promotion and support for the development of specialist's competitiveness in an enterprise (organisation)" and its expertise results. The article surveys the basis of the concept of staff 's competitiveness, a special place given to the description of the designed model, the aim of which is to provide the support and promotion of the staff 's competitiveness in an enterprise, as well as the analysis and assessment of results obtained during the expertise of the model. The designed model as such is a system of cooperation that contains four basic components of the interaction.
Introduction
At the end of the 20th century and in the beginning of the 21st century increasing attention in social sciences is paid to the concept of competitiveness and its different contexts. Also more emphasis is put on the issue of a necessity to foster the development of competitiveness. The evidence to the aforesaid is the fact that the term of competitiveness is used in all levels of documentation, and also many scientists that represent different branches of science have devoted their research to the substantiation and study of competitiveness.
Since Latvia is member of the European Union, the importance of our society's competitiveness is becoming even more important as the society of Latvia and each individual lives in a social space and the space of the global economy. Latvia must ensure the development of a knowledge based, democratic and socially integrated society; the growth of competitiveness of Latvian population and the national economy must be ensured. It has been already acknowledged that an effective means that would foster competitiveness is lifelong education, as enterprises and institutions are becoming organisations that continue learning that would promote the development of knowledge society in general.
The competitiveness of an enterprise to a great extent is dependent on its ability, and especially the ability of its management group, to provide answers to the following questions: 1) what this enterprise knows how to do best; 2) what is different in this enterprise comparing with others; 3) why customers choose exactly the products or services of this enterprise; 4) what is the competitiveness of staff in this enterprise.
From these statements it follows that the competitiveness of the whole society, economy and each enterprise can be ensured developing the competitiveness of each individual as a personality and professional specialist.
The aim of article is publishing results of theoretical and empirical research in the field of human resource management in modern enterprise and concurrentology, including the model "system of promotion and support for the development of specialist's competitiveness in an enterprise (organisation)" and its expertise results.
The research methods, which are used in the article, include the theoretical methods (analysis and evaluation of scientific literature, modeling) and empirical methods (expertise, Friedman Test using SPSS 17.0 software).
Methodological basis for the assessment of specialist's competitiveness
In order to support and promote the development of specialist's competitiveness in an enterprise, in the beginning it is important to answer the following questions: What is competitiveness? What is the methodological basis for the assessment of competitiveness? Answer to these questions can be given studying results of research performed in the field of concurrentology.
In modern social sciences many authors have developed the scientific substantiation for the competitiveness of both a personality and a specialist, offering their point of view concerning this problem under research. The article based on the results of theoretical and empirical research (Katana, 2012; Katane, 2010; Katane, 2011a; Katane, 2011b; Katane, Kalniņa, 2010) covers the examples that, according to the author's point of view, should be directly related to the description and evaluation of the competitiveness of staff as a personality and a specialist in modern enterprise.
For example, J. Bogdanova (1992) defines competitiveness as a stage of an individual's general and professional development that could be characterized by the personality's qualities.
According to A. Kurakov (2004) and V. Shapovalov (2003) , competitiveness has its levels and their indicators: 1) the competitiveness is characterized by identifying and describing the totality of an individual's features, qualities, including general competences; 2) competitiveness is characterized by describing the totality of a specialist's features, different qualities, including professional competences, within the context of the advantages of professionalism and competitiveness in the labor market. Both scientists point out that competitiveness is a socially oriented system, comprising abilities, features, qualities that 1) characterize the potential possibility for the individual to achieve success in studies, professional or nonprofessional sphere of life; 2) determine the adequate behavior of an individual under the dynamically changing conditions, and 3) ensure inner harmony, self-confidence and trust in others. The systematization of the features of competitiveness is not only a theoretical objective, but also the practical one in conformity with the criteria of socio-cultural development and each individual's self-development, which could serve as the self-assessment and self-development of the competitiveness of an individual as a personality and a professional.
It is possible to observe two tendencies in the substantiation of a specialist's competitiveness. These tendencies are related to the liberally rational and humanistic paradigms in education: 1) scientists of economics and other disciplines, on the basis of regularities, categories, conceptions, theories of economics, try to use transfers for the development of the definitions of a specialist's competitiveness; 2) the representatives of pedagogy and psychology sciences develop the substantiation of a personality's competitiveness and / or a specialist's competitiveness on the basis of humanistic and ecological approach in education. The competitiveness of a specialist is related to his marketability in the labor market (Katane, 2011a) .
For example, L. Mitina (2003) finds that there are at least three spheres of the development of a specialist's competitiveness: 1) activity sphere; 2) the sphere of interaction with the environment, including the interaction with social environment -other people; 3) the sphere of a personality's self-development, including the self-awareness and self-determination. L. Mitina (2003) and S. Shirobokov (2000) points out that a specialist is compe titive if he / she is a marketable specialist in the labor market, able to self-actualize under the changing social environment, including the environment of professional acti vities / work environment. L. Mitina (2003) emphasizes an idea that a competitive specialist is able to align his / her career aims with the aims of his / her colleagues, all organization; respects professional ethics, therefore is respected and welcomed, and thus 'marketable' among both: clients and colleagues and / or cooperation partners. S. Shirobokov (2000), having studied the competitiveness of students as the prospective specialists at universities, emphasizes an idea that a specialist's competitiveness, first of all, is related to the concepts a specialist's marketability in the labor market, a specialist's autho rity and 'marketability' in community. The scientist, having compared the quality of the professional education of specialists in Russia and USA, defines competitiveness as relying only on one's own abilities and initiative that enables an individual to overcome the psychological barrier, depression, pessimism; the competitiveness enables an individual to find a way out of problems (Митина, 2003; Широбоков, 2000) .
The research, performed in social sciences at the level of tendencies, enabled to identify three methodological approaches in the studies of the competitiveness of a personality and a specialist. They are as follows (Katane, 2010 ; Katane, Kalniņa, 2010): 1) the scientists study and describe the manifestation of the competitiveness of a personality / a specialist in action; 2) the competitiveness is substantiated as a totality of the qualities of a personality / a specialist; 3) the competitiveness is substantiated, studied and evaluated as a complex multicomponent structure. This means that there are three approaches in the studies of competitiveness (Katane, 2010; Katane, 2011b) : functional approach, biometric approach and structural approach.
For example, the USA scientist K. Hansen (2008) , specialist of the career support system, has developed a conception of a quintessential career, where she substantiates several functional indications of a competitive personality: communicative skills (verbal and written communication); teamwork / interpersonal skills and abilities; leadership skills; observation of professional ethics; good capacity for work, including endurance, effort, self-motivation, diligence, healthy ambitions, initiative, venture, positive attitude towards work; driver's skills; logic, intelligence, competence in education and / or professional activities; organizational skills; business skills, which are used by people to start their own business, including the ability of self-determination, project administration skills and abilities, the talent for marketing oneself as a specialist; self-confidence; critical thinking and the skill to deal with problems; flexibility; analytical skills; the skill to use the new technologies, programming (computer language) and / or foreign language skills; persuasion skills, the skill to offer / sell one's ideas; creativity in dealing with problems.
The authors of the bestseller "In Search of Excellence: Lessons from America's Best-Run Companies" T. Peters and R. Waterman (2004) diagnosed the interdependence between the culture and success in the performance of a company. Taking as the basis the successfully run USA companies, describing them and evaluating their management practice, the scientists identified a series of values and confidence in success, existing in the culture of an organization, which guaranteed the success of these companies. On the basis of this research, T. Peters and R. Waterman (2004) developed a model of a competitive personality's activities, identifying several principles: confidence in the rightness of an action; connection with a consumer; stimuli and external motivation, autonomy and venture; confidence in human resources as the main source of efficiency and labor productivity; management (you should know what you are managing); not being involved in what you do not know; simple and insignificant in number the structure of management; the complexity of flexibility and at the same time firmness in the organization. There was developed a complex of methodology, which ensured an opportunity to discriminate and differentiate the main characteristic features of competitiveness, according to their levels, by using the graphical methods. This research methodology concerning the specialist's competitiveness was applied as a complex, when diagnosing, which particular personality's qualities determine the level of competitiveness. The scientists identified several types of a competitive specialist, which differed a little.
Several scientists, on the basis of structural approach in the studies of competitiveness, have developed and substantiated the multicomponent structural models of a specialist's competitiveness.
For example, the USA scientist G. Floren (1998) Competitiveness is an integrative totality of a individual's qualities (personality's and specialist's qualities) that ensures its viability, including the development and self-actualization, under the conditions of changing environment. The basis for the personality's competitiveness is experience. The competitive personality is characterized by the following qualities / features: 1) the characterizing indicators of a personality orientation and self-conception, including the determination and an action oriented towards success; the readiness to overcome difficulties and to take a risk; persistence, adequate self-assessment and daring to take a risk; 2) well-developed self-regulation, including volition, stress endurance, self-reflection, including analytical-evaluating and systemic thinking; personality's flexibility (flexibility in thinking, emotional sphere, behavior), the ability to make a decision; the responsibility for the made decisions and their consequences; 3) different competences, including professional competences and creativity as an ability, oneself-(ego-) and environment-(eco-) oriented friendly thinking, attitude and behavior: observation of moral and ethical principles, the principles of environmental, including social environment (community), balance and sustainability, readiness for the cooperation with other people; 4) readiness to change oneself in order to maintain the balance with the changing environment, readiness to start changes in the environment on the basis of environment-friendly attitude and action (Katane, 2011b ; Katane, Kalniņa, 2010).
The results of our research testify that nowadays the paradigm of personality and staff competitiveness is changing. The old paradigm based on the principles of biological competiveness is substituted by a set of new viewpoints and concepts in relation to competitive staff as personalities and experts in the field, who are able to compete first of all with themselves, their own imperfections and are continuously working on personal development and growth, who are able to find partners among potential competitors and are in demand in the labour market. Not only success indicates competitiveness, rather an ability to overcome crises, finding inner potential for the development and opportunities provided by the professional environment and labour market, thus finding inner potential for the development and perspectives for the future. The importance of positive experience in the development of staff 's competitiveness is placed at the forefront, as well as their ability to align and counterbalance their personal aims of career development with the development aims of the whole enterprise. The devised model consists of two parts: 1) the picture of system organising the support and facilitation of specialist's competitiveness in the organisation ( Figure 1) ; and 2) description of areas where support and facilitation functions are provided in the system and the detailed description of the functions Figure 2 .
The authors of the article have included components of personnel management, career counselling and mentoring in this model, that during mutual interaction create the system of promotion and support for the development of specialist's competitiveness in an organisation (enterprise), and the aim of this system is to provide appropriate and friendly environment for the professional growth of specialists, therefore the specialist of an enterprise with his / her competitiveness is placed in the centre of the model, that emphasises the aim that directs the functioning of the whole system: to coope rate with each specialist in the enterprise in order to support and promote his / her professional growth and development of competitiveness.
The double pointed arrows that can be seen in the model between the components of the system show that in each organisation (enterprise) there must be a cooperation between the representatives of personnel management, career counselling and mentoring, who working as a team can fulfil the main aim of this system of cooperation and perform their functions.
The system of promotion and support for the development of specialist's competitiveness in an organisation (enterprise) must provide openness and accessibility of information about the development strategy of the enterprise, personnel policy in the enterprise, must help to identify the opportunities for the career advancement, emphasizing the sphere of motivation for the advancement of the career, must provide psychological support during the process of shaping and stabilizing self-esteem, self-respect that is adequate to professional competences and the level of abilities. The process of adopting and exchanging the best experience in the enterprise must be maintained, also programmes for professional development and further education must be planned and offered to employees both in the enterprise and also showing opportunities outside it.
To achieve successful functioning of the system, within the model of system of promotion and support for the development of specialist's competitiveness in an organisation (enterprise), the authors of the article have devised a detailed description of functions performed by each component of the system (Table 1) .
As it can be seen in Figure 2 , the functions of personnel management, career counselling and mentoring differ due to the specificity of each sphere, but also mutually complement each other, showing that the functional segments of these spheres partially overlap.
The developed model was also assessed by competent experts. To carry out the assessment of the devised model, the following materials were sent for the expert assessment: 1) expert's work sheet; 2) the model of specialists' competitiveness development and promotion in an organisation. Assessment was carried out without consultations or discussions between the experts. The assessment was made individually, independently and anonymously. Experts assessed the model in the scoring system of 10 points, where "1" meant a very low rating, but "10" -a very high rating.
Owing to the assessment method applied by the experts, we obtained results that are integrated in Table 2 . In this table both the rating given by the experts and descriptive statistics are given.
Descriptive statistics of the obtained assessment shows that all experts gave high (8) , very high (9) and extremely high rating (10) respectively to each criteria model. And the lowest rating, that was given, were 8 points, but the Performing of mediator's functions in case of necessity between: 1) the employee and the monitored; 2) the monitored and colleagues Development and coordination of a group for career support and provision of professional growth of enterprise staff To ensure the exchange of experience, involvement of enterprise staff into different projects, also international Fostering of cooperation between different specialists in the enterprise highest -10 points evaluating 1) both the assessment of each expert; 2) and expert assessments that correspond to each criteria of the assessment (Table 2) .
Judging from the sums in the assessments of experts (Table 2 ; vertically), it can be concluded, that the highest ratings were given by experts D and F, scattering of the ranking in their assessment is -amplitude 0, as all criteria of the model have received the highest rating "10" (Σ = 80), but expert G has given the lowest rating in comparison to others (Σ = 67), whose minimum assessment was 8 points (high rating), but the highest rating -9 (very high rating). The values of median and mode show that this expert has mainly given 8 points, the value of amplitude as scattering ratio is "1".
Analysing the received expert assessments and viewing the criteria of model assessment (Table 2 ; horizontally), it can be concluded that the advantages of the devised model are the following:
• The correspondence of model to the aim of its development, namely, for the support and promotion of organisation's staff competitiveness (Criterion B; Σ = 67; Σ max = 70; Ev coeff . = 0.96);
• Real and practical possibility to devise a system for the support of staff competitiveness in an organisation applying this model, and providing cooperation and team-work between specialists of different kinds and levels (Criterion H; Σ = 67; Σ max = 70; Ev coeff. = 0.96);
• The universality of the model, namely, wide application in different kinds of organisations (enterprise / institution / different government agencies) for the promotion and support of staff competitiveness (Criterion A; Σ = 66; Σ max = 70; Ev coeff. = 0.94);
• The scope and sufficiency of personnel management functions, included in the model, (Criterion E; Σ = 66; Σ max = 70; Ev coeff. = 0.94);
• The relation of model to the theory and practice of management (Criterion C; Σ = 65; Σ max = 70; Ev coeff. = 0.93); During the next stage of data processing and the analysis of results, we performed the secondary processing of the data, using Freedman Test and SPSS 17.0 software program.
The following hypotheses were set: H 0 : there is a causal relationship between the evaluations of different experts.
H 1 : there are differences between the evaluations of different experts.
The following data was obtained ( Table 3) .
As Chi-Square criteria: χ 2 = 3.93 < χ 2 0,05;7 = 14.07, but p -value = 0.787 > α = 0.05, then we can't deny H 0 . It can be concluded that there is a causal relationship between the expert evaluations.
Conclusions
Processes of globalization and integration nowadays put forward an imperative demand for the society to ensure sustainability for its economic environment and itself, as well as competitiveness in the changing circumstances. In modern social sciences many authors have developed the scientific substantiation for the competitiveness of both a personality and a specialist, offering their point of view concerning this problem under research.
Nowadays the paradigm of personality and staff competitiveness is changing. The old paradigm based on the principles of biological competiveness is substituted by a set of new viewpoints and concepts in relation to competitive staff as personalities and experts in the field, who are able to compete first of all with themselves, their own imperfections and are continuously working on personal development and growth, who are able to find partners among potential competitors and are in demand in the labour market. Not only success indicates competitiveness, rather an ability to overcome crises, finding inner potential for the development and opportunities provided by the professional environment and labour market, thus finding inner potential for the development and perspectives for the future. The importance of positive experience in the development of staff 's competitiveness is placed at the forefront, as well as their ability to align and counterbalance their personal aims of career development with the development aims of the whole enterprise. There are three methodological approaches to the substantiation of a personality's competitiveness and also to the substantiation of a specialist's competitiveness: functional approach, biometric approach and structural approach.
The competitiveness of enterprise to a great extent is dependent on each employee's as specialist's competitiveness. The development of a competitive specialist is dependent on the mindset of the person and also on the totality of assumptions about what competitiveness is, what is a competitive personality and a competitive specialist. Two interrelated approaches can be identified in the substantiation and research of human competitiveness: the competitiveness of a personality (research performed by scientists in the field of psychology and pedagogy); competitiveness of specialists (research performed by scientists in different fields of social sciences). In the scientific literature there are some attempts to transfer the substantiation for the competitiveness of commodity used in field of economics devising the substantiation for the specialist's competitiveness.
The development of theoretical substantiation for the concept of support and promotion of staff competitiveness enabled us to conclude that in an enterprise there must be both personnel management, career counselling and mentoring; 2) there are numerous and different functions for the three components of the model.
Experts have highly rated the model of specialist's competitiveness development and promotion system; in all eight criteria of assessment the range of rating was from 8 to 10 points (the highest possible score were 10 points). There is unanimity among expert assessments.
The advantages of the devised model are the following: 1) the correspondence of the model to the aim of its development, namely, for the support and promotion of the staff competitiveness; 2) real and practical possibility to devise a system for the support of staff competitiveness in an organisation applying this model, and providing cooperation and team-work between specialists of different kinds and levels; 3) the universality of the model and wide application in different kinds of organizations and enterprises (enterprise / institution / different government agencies), the amount of personal management, career consultation and mentoring functions are sufficient as they uncover the wide spectrum of functions in the support and promotion of staff 's competitiveness; 4) the scope and sufficiency of personnel management functions included in the model; 5) the relation of the model to the theory and practice of management; 6) transparency and understand ability of the model; 7) the scope and sufficiency of career counselling functions included in the model; 8) the scope and sufficiency of mentoring functions included in the model.
Dėl globalizacijos ir integracijos procesų šiomis dienomis kyla neišvengiamas poreikis visuomenei siekiant užtikrinti ekonominės aplinkos stabilumą bei konkurencingumą nuolat besikeičiančiomis aplinkybėmis. Kiekvienos valstybės konkurencingumas ir jos ekonomika didele dalimi priklauso nuo verslo įmonių konkurencingumo, o verslo įmonių konkurencingumui poveikį daro įmonės darbuotojų konkurencingumas.
Šiais laikais asmenybės ir personalo konkurencingumo paradigma keičiasi. Anksčiau vyravusi šios paradigmos nuostata grindžiama biologiniu konkurencingumo principu. Įsivyravus naujiems požiūriams ir nuostatoms teigiama, kad konkurencingas personalas -tai asmenybės ir tam tikros srities ekspertai, kurie nuolat tobulėja, randa partnerių potencialių konkurentų tarpe ir yra paklausūs rinkoje. Ne tik sėkmė lemia konkurencingumą, o taip pat ir Irena KATANE, Ineta KRISTOVSKA, Gita KATANA
PERSONALO KONKURENCINGUMO VYSTYMO PALAIKYMAS IR SKATINIMAS MODERNIOJE ĮMONĖJE
gebėjimas įveikti krizes, gebėjimas rasti vidinį potencialą tobulėjimui ir atrasti šiomis dienomis teikiamas galimybes profesinėje aplinkoje bei gebėjimas matyti ateities karjeros perspektyvas. Personalo konkurencingumo vystymas aktualus ne tik verslo įmonėms, bet ir patiems darbuotojams, siekiant suderinti asmeninius karjeros tikslus su įmonės veiklos plėtra. Atsižvelgiant į tai, verslo įmonių siekis tampa sukurti aplinką, skatinančią personalo konkurencingumą.
Straipsnyje pateikiami teorinių ir empirinių tyrimų rezultatai. Straipsnyje pagrinde apžvelgiama personalo konkurencingumo koncepcija, ypatingas dėmesys skiriamas modeliui, kuris atskleidžia personalo konkurencingumo palaikymo ir skatinimo aspektus įmonėje (organizacijoje). Pateikiama modelio analizės ir vertinimo rezultatai. Analizuojamą modelį sudaro keturi pagrindiniai tarpusavyje sąveikaujantys komponentai. Remiantis personalo konkurencingumo skatinimo teorinėmis sąvoko-mis, teoriniu pagrindimu ir pateikiamu modeliu, galima daryti išvadą, kad įmonėje turi būti vykdomas: personalo valdymas, konsultavimas karjeros klausimais bei konsultavimas susijęs su tiesioginiu darbu. Šios trys veiklos gali būti vykdomos įvairio-mis formomis, papildant viena kitą. Siekiant užti-krinti darbuotojo konkurencingumo vystymąsi, pats asmuo turi būti pasiruošęs pokyčiams bei atviras bendradarbiavimui įmonėje.
Kompetentingumo ir nepriklausomų ekspertų vertinimas rodo, kad šio modelio privalumas yra tas, kad modelis yra suderintas su jo koncepcijos tikslu; yra reali galimybė sukurti sistemą skirtą remti ir skatinti personalo konkurencingumą įmo-nėje (organizacijoje), užtikrinant bendradarbiavimą ir komandinį darbą tarp darbuotojų dirbančių skirtingose sferose ir užimančių skirtingo lygmens pareigas; modelio universalumas ir pritaikomumas galimas skirtingose organizacijose ir įmonėse, vykdant personalo valdymą, konsultavimą karjeros klausimais bei mentoriavimą.
